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The major issues of the '80s are 
likely to be: increased regulation; 
industrial centralization; being 
technologically surpassed; the 
workplace; women; the economy; 
research and development; the in-
dividual; privacy and rights; intel-
lectual life; and the American con-
science. 

These are outlined in a booklet 
entitled, "Some Issues in America 
in the early 1980s," as part of 
Western Behavioral Sciences Insti-
tute's planning for the 1980s. For 
that, I conducted a social trend 
analysis over the past several 
months, which included monitoring 
and analyzing major newspapers, 
news magazines, and over 5,000 
social science journals, and- inter-
viewing people locally, in New 
York, and in some 25 agencies in 
Washington, D.C. 

Work force issues recently have 
focused on the continuing need to 
hire and promote women, minori-
ties and other disadvantaged 
groups. Eli Ginzberg (1978) ex-
plains just how much this pressure 
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is expected to increase in the 
future. He has this to say: "I be-
lieve no court can stop or even sig-
nificantly slow the drive to elimin-
ate all forms of discrimination in 
employment. In fact, there prob-
ably w'ill be an acceleration of 
pressures to push ahead — pres-
sure from self-interested groups 
whose consciousnesses have been 
raised, from a bureaucracy com-
mitted to broadening opportuni-
ties, and especially from the stead-
ily increasing numbers of educated 
blacks and women who are ready 
and eager to compete for the 
better jobs." (p. 26) 

Where does the rub come in? 
Ginsberg continues: "Changes in 
the hard core of the labor force — 
white males — are also occurring 
rapidly. The tremendous increase 
in the numbers of young white 
workers has abated. The curve will 
show a bulge soon in the 25 to 34 
age group, and somewhat later in 
the 35 to 44 bracket. Consequent-
ly, in the next decade or two there 
will be severe crowding in the 
lower ranks of management. Not 
only will there be acute competi-
tion among white males, but also 
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growing numbers of blacks and 
women will be added to the pool of 
competitors." (p. 26) 

Labor arbitrators, lawyers, and 
judges are becoming increasingly 
aware of the profound legal, socio-
logical, and economic changes tak-
ing place in our work force, and the 
increasing realization that equal 
treatment in all aspects of employ-
ment must be the keystone of our 
society (Rosenberg, 1979). 

Competition is keen in the work 
force today. For the first time, 
over 50 per cent of American 
women work outside the home, so 
the typical woman is no longer a 
housewife. The number of women 
managers increased from 22.3 per 
cent in 1977 to 23.4 per cent in 
1978. The number of blacks who 
are in the professions increased 
from 4.8 per cent to 11.7 per cent 
between 1960 and 1976, compared 
with an increase of 12.1 per cent to 
15.7 per cent for whites. The work 
force is increasingly educated. In 
1940, only one in 22 workers were 
college graduates. Today they are 
one in four. Since Congress de-
creed that employers cannot force 
their workers to retire before they 



reach the age of 70, there will be 
changes in the age distribution of 
workers. It was, in fact, this 
amendment to the Age Discrimina-
tion in Employment Act that was 
apparently the ultimate issue that 
brought Sears to file its suit 
against 10 federal agencies claim-
ing conflicting regulations — that 
is if people cannot be retired, it 
further tightened the job market 
for women and minorities. Also 
with the baby boom bulge already 
in the work force the bulge will be 
advancing in age. (Incidentally, 
this has tremendous implications 
for marketing, too — the "youth" 
appeal is expected to diminish as a 
greater proportion of the popula-
tion becomes older.) 

Competition will be intense in 
the upcoming years not only be-
cause of the sheer demographics 
and involvement of women and 
minorities, but also because of 
another phenomenon — the pro-
fessionalization of the U.S. labor 
force (Ginzberg, 1979). Many work-
ers are educated and trained for 
six or seven years beyond high 
school, so they have had to learn to 
think critically. They do not auto-
matically accept the values, goals, 
and patterns of behavior in the 
society around them or of the com-
panies in which they work. Clearly 
this kind of judgment narrows the 
discretion of top management in 
the public agencies and business 
organizations in which they are 
employed. A hierarchical, authori-
tative management is probably in-
congruous with such a work force. 

The Population Survey for 1977 
(Ginzberg, 1979) shows profession-
al and technical workers to be up 
by 97 per cent in a single genera-
tion (that is from 1958). These in-
clude the professions of law, medi-
CIne, professors, writers, artists, 
entertainers, teachers, counselors, 
1 rarians, and other helping pro-
fessionals, engineers, accountants 
and the new professions. The new 
Professions are the outgrowths of 
Postwar developments in tech-
no °t?y and include computer 

It can be expected that training decisions 
will be viewed as being of increased 

importance due to the increased competition 
for promotion from women and minorities." 

specialists, operations and systems 
analysts, lawyers, auditors, and 
others serving large businesses in 
personnel and labor relations, so-
cial science, research, etc. In addi-
tion, and what we are talking 
about here, is fairness and compe-
tition in the labor force, and how in 
the future it can be expected to 
have much less to do with hiring, 
and much more to do with promot-
ing. 

The slope of the trend to profes-
sional management is plainly steep, 
with a swell of U.S. managers and 
administrators in the last 20 years 
increasing by 110 per cent. In 
short, there are more educated 
people of all races and both sexes 
who are qualified to compete for 
top-level jobs than ever before in 
our history, or in the history of any 
society. 

If the projections in demography 
and professionalization are cor-

rect, the training design environ-
ment can expect heightened pres-
sure for training opportunities that 
contribute to a manager's promot-
ability and also to personal job 
satisfaction — employees will ask a 
question such as, "Why wasn't I 
offered that training opportunity?" 

It can be expected that training 
decisions will be viewed as being of 
increased importance due to the 
increased competition for promo-
tion from women and minorities. 
Selection for training has been de-
termined by the courts to be an 
employment decision (Ginzberg, 
1979; Gordon, 1978; Maslow, 1976; 
Schneier, 1978). As such, it falls 
within the laws and regulations re-
garding adverse impact on pro-
tected groups. In a context of in-
tense competition, training deci-
sions will face greater risk of legal 
challenges. The issue of training 
and its importance in the future 
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can only be mentioned today as a 
way of putting you on alert that 
the training and development deci-
sions of the future will be as impor-
tant as the hiring and selection de-
cisions of the past and present. 

Along with these trends is an 
important change in values and 
attitudes among the work force. 
These were reported in the Har-
vard Business Review recently 
where employee attitude surveys 
over a 25-year period were exam-
ined. It was reported that employ-
ees perceived that their basic 
needs for adequate pay and work-
ing conditions are being fulfilled to 
the extent that they are now 
replaced with concerns for esteem-
related factors such as advance-
ment opportunity, equity, respect, 
and companies' responsiveness to 
employees' problems. 

This fits well with Maslow's 
hierarchy of needs, with five 
levels: the lowest are physiological 
needs or bodily needs; followed by 
safety needs; social needs; ego 
needs (self-esteem and confidence); 
and need for self-actualization 
(creativity and fulfillment) (Miner 
& Miner, 1973). As one level of 
need in the hierarchy is satisfied, 
these needs will no longer be as of 
great a concern, and the person 
moves up to the next level. What 
employees appear to be saying, in 
general, is that their basic needs of 
pay or security are relatively well 
taken care of; therefore, they have 
moved to needs such as social and 
ego and even self-actualization. 
This is what is being expressed 
when they ask for more advance-
ment, training opportunities, 
greater equality, more respect 
from supervisors, and greater re-
sponsiveness from their compan-
ies. 

The work force is also more in-
formed today than ever before. 
They are aware of their needs and 
aware of their rights, Affirmative 
Action requirements, and the com-
pany's responsibility to- them as 
workers. 

Changing Employee Values 
Although there is no doubt that 

management practices and person-
nel policies have been evolving, 
advancing, and improving, it ap-
pears that employees' values and 
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their sets of expectations have 
been evolving at an even faster 
pace. Evidently, companies will 
have to speed up their pace if they 
are to keep up with employees' 
changing values. It has been spec-
ulated that these changing atti-
tudes in the work force represent 
the following shift, according to 
Cooper, Morgan, Foley, and Kap-
lan (1979): "The 1960s were char-
acterized by increasing demands 
for as well as tolerance of self-
expression, self-fulfillment, and 
personal growth — everywhere 
but in industry. These demands 
are really just beginning to be 
voiced in industry, where em-
ployees at all levels, many of whom 
are recent graduates, now feel that 
they too are entitled to experience 
some intrinsic satisfaction from 
their work." (p. 124) 

A nationwide poll last year indi-
cated that job dissatisfaction in 
America had increased from 1973 
to the present. One expert sug-
gests, however, that this may re-
flect dissatisfaction with the quali-
ty of life and a general social mood, 
rather than with the quality of the 
workplace (Labor Letter, June 
1979). 

In any event, the crucial issue 
becomes the degree to which man-
agement can sharpen its decision-
making skills to successfully identi-
fy, anticipate, and address chang-
ing values in their own organiza-
tions. "But make no mistake about 
it," Cooper et al. (1979) goes on, 
"these value changes will be the 
realities that companies must face 
in the 1980s" 

One move that companies will no 
doubt make will be for greater re-
sponsibility toward the worker. It 
is worth their while to provide cer-
tain services for employees to im-
prove morale. This relates to 
health, mental health, alcoholism, 
boredom and all such job-related 
problems. And there are many im-
provements or changes that can be 
made. There is nothing magical, 
for example, about the number 
"40" — as in 40-hour workweek. 
The workweek could be shorter. ID 
some cases, people are trying out 
job-sharing, which helps unem-
ployment and working mothers -
and is where two people split the 



responsibilities of one job. This can 
be done at management levels, not 
just on the assembly line. Flexi-
time is gradually being introduced 
in more companies. There is also 
the idea of having people work on 
the total product and using team-
work on assembly lines. In addi-
tion, personal career development 
for individuals and preretirement 
planning are being introduced in 
some larger companies. To provide 
more high-level positions, com-

panies may have to become more 
lateral than hierarchical. A lot of 
creative thought and effort will 
need to be given in this upcoming 
decade to find the "solutions" — 
particularly when the problems (or 
challenges) continue to change. 

An economist (Jules Backman, 
1979) underlines the change we are 
experiencing by pointing out that 
"overall, while unemployment will 
lessen in the next decade, employ-
ee unrest will probably increase 

because of the effects of the demo-
graphic changes in the work force. 
An increasing number of older 
workers, limited opportunities for 
promotion, more pressure for Af-
firmative Action, and the demand 
for part-time, flexible working 
schedules will combine to intensify 
labor dissatisfaction." It remains 
to be seen whether these demands 
can be met without undercutting 
the risk-taking, profit-seeking, ef-
ficiency criteria which has been the 
American businessman's tradition. 

ANNOUNCING 
A NEW TRAINING KIT 
THAT CAN HELP YOU 

TRIM MAINTENANCE 
AND OPERATING COSTS 

"SELECTING 
AND USING 
LUBRICANTS' 

Increase the effectiveness of your PM 
program by giving your people the most up-
to-date information of lubrication available. 
This easy-to-use slide/cassette program 
with coordinated workbooks covers impor-
tant facts about viscosity, 
API service 
classifications, oil 
analysis, synthetics 
and more. 
Price, $225.00 ^ 

SEND FOR YOUR FREE CATALOG 
Write or call us today at (616) 676-9151 for a 
tree copy of our 1980 catalog. It 
contains information on 
"Selecting and Using Lubricants" 
*1979 and other effective 
training aids for industry and 
vocational schools. 

Industrial 
Training, 
Inc. 

5990 E. Fulton, Ada, Michigan 49301 / Phone: (616) 676-9151 

•1979 

Circle No. 135 on Reader Service Card 

REFERENCES 
Backman, J., Working in the 1980s: Less 
unemployment, fewer opportunities. Na-
tion's Business, 1979 (March), 86-87. 

Cooper, M.R., Morgan, B.S., Foley, 
P.M., & Kaplan, L.B., Changing em-
ployee values: Deepening discontent? 
Harvard Business Review, 1979, 57(1) 
117-125. 

Ginzberg, E., EEO's next frontier: 
Assignments, training and promotion. 
Employee Relations Law Journal, 1978 
•4(1), 24-33. 

Ginzberg, E., The professionalization of 
the U.S. labor force. Scientific Ameri-
can, 1979, 240(3), 48-53. 

Gordon, S.R., The impact of fair employ-
ment laws on training. Training and 
Development Journal, 1978, S2( 11), 29-
44. 

Labor Letter, Wall Street Journal, June 
5, 1979, p . 1. 

Maslow, A.P., The role of testing in 
training and development. In R.L. Craig 
(Ed.), Training and development hand-
book: A guide to human resource devel-
opment (2nd ed.), New York: McGraw-
Hill, 1976. 

Miner, M.G., & Miner, J.B., A guide to 
personnel management. Washington, 
D.C.: The Bureau of National Affairs 
Inc., 1973. 

Rosenberg, S., Sex discrimination and 
the labor arbitration process. Labor Law 
Journal, 1979, 30(2), 102-117. 

Schneier, D.B., The impact of EEO 
legislation on performance appraisals. 
Personnel, 1978, 55(4), 24-34. 

Rosemary J. Erickson is a research 
associate with the Western Behavior 
Sciences Institute. She has administered 
and coordinated numerous research acti-
vities including literature reviews, ques-
tionnaire construction, sampling and 
guiding analysis. Ms. Erickson has pub-
lished various articles and books on 
subjects concerning human behavior and 
research. 

Training and Development Journal. January 1980 — 65 


